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ABSTRACT

PROFICIENCY APPRAISAL:
A VIABLE ALTERNATIVE TO MERIT PAY

by
Kenneth T. Pietraniec
August, 1984

An original design of an incentive plan to reward and

encourage instructional proficiency was developed.

The

evaluative criteria is based on findings of current research
in effective instruction.

Students, colleagues, adminis-

trators, and a trained outside observer appraise behaviors
in the domains of classroom climate, time on task, management of student conduct, and teacher expectations.
proficiency grid rates and maps the collected data.
ficiency point totals determine monetary reward and
identify professional development needs.
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Chapter One

Introduction and Historical Background

Incentive plans for teachers have always attracted
a great deal of attention.

In the name of progress, there

have been a wide variety of ideas presented to help the
teacher improve the quality of instruction.

Some of these

plans have succeeded while the vast majority of them have
failed.

Although the effort is useful and well-intentioned,

the implementation is usually awkward and more difficult
than anticipated.

But the hope of wanting to assist

teachers in providing a higher quality of instruction
endures.
The most well-known incentive plan is simply called
merit pay.

But that is where the simplicity ends.

De-

fining what merit pay is or what it should be sparks a
debate that has been ongoing since the introduction of the
concept in 1908.

While its purpose is to reward merito-

rious teachers, the connnunication breakdown starts in
trying to define a universally accepted model of a meritorious teacher.

Even if criteria for a model are agreed

upon, the role and competence of the evaluator must be
addressed.

Beyond these initial stages lies a myriad of

potential conflicts, any one of which could by itself
undermine or possibly destroy the plan.
1
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The criticism of merit programs is broadbased.

Ad-

ministrators and teachers alike encounter unanticipated
problems that at best make the program difficult, and at
worst, destroy it.

Complaints having to do with fairness,

misunderstandings, unsatisfactory evaluation procedures,
and unclearly stated goals head a long list of recurring
problems.

Counterproductive elements such as dissention

and jealousy can surface and jeapordize any hopes for
success.

And programs that provide additional teacher

salaries always arouse controversy.

These reasons help

explain why the vast majority of merit programs in education fail.
There are some merit pay programs that succeed and
fulfill their intended purpose.· Those that are successful share certain traits that could be considered necessary, but should not be thought of as sufficient f9r
success.

According to staff feedback from those who have

participated in some kind of merit program, a merit plan
should:
1. Have the clearly stated purpose of improving
instruction,
2. Use mutually-agreed-upon criteria for evaluation,
3. Have no limit to teacher eligibility,
4. Promote an atmosphere of honesty, confidence,
trust and respect,
5. Be continually evaluated and improved when
possible.
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The evaluation part of the process should:
1. Be objective and non-competitive,
2. Be done by a team rather than a single evaluator,
3. Be led by a qualified, competant, team leader, and
4. Be continually evaluated and improved when
possible (9,5).
These are some of the characteristics that are shared by
successful incentive pay programs.

But finding the common

denominator does not in itself solve the problem.
What makes an incentive pay program succeed in some
districts but not in others?

Why has the concept of

merit

pay for teachers · endured for over half a century, enjoyed
limited success in business and industry, but failed to
evolve into a more generally applicable incentive program
in education?

Is merit pay the best way to provide incen-

tives for teachers?

These are questions that concern those

interested in further developing the art of teaching.
Perhaps what needs to be done is to examine more closely
ideas related to the concept of merit pay.

It may be that

merit pay, as it is traditionally thought of, is not the
answer, but rather a step of a logical progression toward
an answer.
During the past decade, many new ideas have emerged
regarding teacher incentives and professional development.
Two of these, career ladder and master teacher plans have
enjoyed modest success.

They both address the academic

needs of the students and the professional needs of the
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teachers.

With the right kind of staff in the right kind

of district, these variations of the traditional merit pay
program can be effective.
Career ladder and master teacher programs are essentially the same in that they both provide a series of
steps in professional responsibility and compensation for
advancement.

Although there may be some local differences,

a typical model would include a sequence of professional
titles such as, (1) Apprentice Teacher, (2) Professional
Teacher, (3) Senior Teacher, culminating with the title
of (4) Master Teacher.

Along with this series of titles

would come a progression of increasing qualifications,
responsibilities, and salary.

Such programs are visible

steps forward in promoting and encouraging professional
growth and development.

They also address the needs of

the students by having the stated purpose of" ... improving
the quality of elementary and secondary education ... by
strengthening the knowledge, preparation, incentives,
professionalism, and rewards of all educators (11,2).
But again, the success of these kinds of programs is
dependent on the support and enthusiasm of the administrators, the staff, and the community.

Not only must the

program promise success, but it must enlist broadbased
support.

This is not easily accomplished with career

ladder and master teacher plans.
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A major criticism of career ladder and master teacher
programs is that they are exclusive, i.e., by definition
they provide incentives only for the ambitious and upwardly
mobile teacher.

This is not to say that ambition should

not be a common trait among teachers, but rather that in
reality there is a large number of qualified, competant
teachers who have little if any interest in becoming "master
teachers" or working their way up a "career ladder".

Should

these people be discriminated against in the name of progress?

Isn't there some way to provide incentives for all

teachers based on their proficiency as teachers and not on
their professional ambition?
Another criticism of career ladder and master teacher
programs is the outcomes they produce.

It is their intent

to create tiers from entry level through master teacher
with varying pay and responsibilities at each level.

As

well-intentioned as this may appear on the surface, in reality such a system can be counterproductive.

Instituting

a competitive rank order within a school system can be
divisive and actually lower morale instead of raise it.
An effective incentive program should not pit teacher

against teacher or alienate them from each other.

One of

the nicer aspects of teaching is the shared sense of
collegiality, equality, and cooperation.

Structuring a

teacher's status on a vertical continuum is taking an
unnecessary risk.
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Another often-heard complaint against career ladder
and master teacher plans is that they promote the removal
of "master teachers" from the classroom.

It seems a bit

paradoxical to be taking the best teachers out of the classrooms.

This is not to doubt their potential contributions

in developing curriculum, aiding other teachers, or serving on panels.

Rather, there must be a way to provide

incentives for "master teachers" and at the same time keep
them in the classrooms.
Providing incentives for teachers requires an approach
utilizing what's been learned from past practice and responding to the current and future needs of teachers, administrators, and students.

Enough has been done in both areas

of providing incentives and improving instruction to integrate the two into a program that simultaneously meets the
needs of all.

It must motivate teachers to improve the

quality of their teaching.

It must be based on objective

criteria and not biased evaluation.

Only if the question-

able criteria of past failures is replaced with more
credible components can there be any realistic hope of
creating a responsible incentive plan for teachers that
will realize its fullest potential and benefit everyone
involved.
It is the intent of this project to identify
proficiency appraisal as a viable alternative to merit
pay as it is traditionally thought of.

Without over-

stating its potential as a panacea, it is proposed as a

7

plan to not only reward teachers for proficiency in the
classroom, but just as importantly, provide direction
and incentives for all those interested in further
developing the art of teaching.
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Definition of Terms

Appraisal Team - This consists of the teacher being
appraised, a colleague of her/his choice willing to
participate, the building administrator responsible for
evaluations, and a trained outside observer.
Colleague - All fellow teachers are considered colleagues.
Trained Outside Observer - This person is the leader of
the appraisal team and must: (1) Be professionally trained
and certified in the area of teacher evaluation, (2) Possess the necessary knowledge and skills to oversee and
coordinate the plan, and (3) Be acceptable to all members
of the appraisal team.
Domain - This is an area of classroom policy and procedure determined by teacher behaviors.
Teacher Proficiency - The effective or ineffective use of
teacher behaviors that affect student achievement potential.
Proficiency Pay - This is the additional salary awarded to
the teacher based on observations, collected data, and the
proficiency rating on the appraisal team.
Professional Development - All efforts to increase proficiency in the areas of teaching are professional development .

(

Chapter Two

Review of Related Literature
Current research in the areas of effective teaching
and effective learning provide new potential for incentive
plans in education.

No longer are we forced to judge the

performance of a teacher based on subjective, and often
questionable criteria.

No longer must we limit the benefits

of an incentive plan to a select group of "master" teachers.
And no longer must an incentive plan be divisive among
staff and spread dissention.

Instead, it is now possible

to create a fair and equitable incentive plan for all
teachers based solely on their proficiency in the classroom.

Using research based data as criteria, we can now

compare instead of judge.

Using rewards in the form of

monetary compensation and professional development, it is
now possible to meet the needs of all teachers, rather than
just a select few.

'

Appraising the proficiency of a teacher

in the classroom can provide a vehicle to reward meritorious
teachers and at the same time motivate all teachers to improve the quality of their instruction.
A new focus on incentives for teachers can help us
move toward the excellence in education society demands.
Throughout the country, we are witnessing a call for
excellence reminiscent of the early 60's.

But instead of

Sputnik as a catalyst we are faced with a new generation
9
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of challenges.

Standardized test scores are declining,

along with the number of teacher candidates entering the
profession.

Many of our veteran teachers who have proven

their competence and value are leaving the profession for
economic reasons.

Many of those who are staying suffer

the discouragements of adversarial relationships with administrators, low public esteem, and little hope of ever
escaping the traditionally low pay of public educators.
These are the issues being discussed and studied throughout the country.

The challenge is to find an effective

means of addressing these various issues in a way that
will not only solve the short term problems, but just as
importantly, decrease the likelihood of problems like
these occuring in the future.
A Nation At Risk: The Imperative For Educational
Reform is perhaps the most comprehensive of recent reports
on education in America.

Created on August 26, 1981,

the National Commission on Excellence in Education
examined a wide variety of issues related to our educational system.

The commission's charter included:

- assessing the quality of teaching and learning in
our nation's public and private schools, colleges,
and universities;
- comparing American schools and colleges with those
of other advanced nations;
- studying the relationship between college admissions
requirements and student achievement in high school;
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identifying educational programs which result in
notable student success in college;
- assessing the degree to which major social and
educational changes in the last quarter century have
affected student achievement;
- defining problems which must be faced and overcome
if we are successfully to pursue the course of
excellence in education (12,1).
This 18 month study produced a 25 page document.

Included

in these 25 pages were some specific recommendations concerning teachers and teaching.

One of these recommendations

on teaching was in reference to salary.

It states:

Salaries for the teaching professions should be
increased and should be professionally competitive, market-sensitive and performance based.
Salary, promotion, tenure, and retention decisions should be tied to an effective evaluation
system that includes peer review so that superior teachers can be rewarded, average ones encouraged, and poor ones either improved or
terminated (12,21).
Similar reports on the national and state levels address
the need for financial commitment.

But they also make it

clear that throwing money "at" education is not feasible
or practical .

Instead, the money needs to be invested

"in" education in a way that will yield a maximum return.
On the state level, incentive plans are being discussed.

The governors of Tennessee and Virginia have pro-

posed some type of master teacher plan, while the Florida
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State Legislature appropriated $233.million in new taxes
to fund an incentive pay plan for teachers.

Other states

including Texas, Arkansas, Arizona, Georgia, and Maryland
have commissions to study the issue.

This broad range of

approaches indicates genuine interest in incentive plans
and denotes a credibility of purpose.

What remains to be

seen is whether or not a viable plan can be developed and
stand up to the intense scrutiny it must necessarily be
subjected to.
At the local level, there are some merit plans that
are operating in a handful of districts across the country.
But for every one that succeeds, there are many more that
fail.

According to a 1978 study by Educational Research

Service of 11,502 school systems:
- 4% had a plan in operation
- 4. 7% were considering plans
- 6.4% had programs which were not operating
- 31. 7% of discontinued plans lasted one or two years
- 21.6% of discontinued plans lasted three or four
years (4).
These figures reflect the inability of most incentive programs to endure the test of time.

In attempting to apply

a "quick fix" to the complex problem of rewarding and
motivating teachers, most programs fall short.
In 1983 ERS did a follow-up study.
renewed interest in incentive plans.

They discovered a

From those still
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operating, they compiled a list of key elements that
contribute to successful plans.

Heading the list were:

(1) teacher involvement, (2) a comprehensive evaluation process, and (3) extra pay/recognition of deserving
teachers (5,17).

These elements form the nucleus of in-

centive plans that have succeeded.

They should be con-

sidered necessary but not sufficient.
no more than a foundation for success.

Alone they provide
Enduring, long

term success is measured by how well these elements are
supplemented to meet the various and everchanging needs
of the teachers the plan is intended to serve.

A success-

ful incentive plan must be dynamic and flexible while at
the same time, provide a consistent level of motivation
for teachers and improved instruction for the students.
Another section of the study listed the major problems of incentive plans.

Heading this list were: (1) un-

satisfactory evaluation procedures, (2) administrative
problems, and (3) staff dissention (5,18).

Within these

general categories lie a host of specific complaints that
vary with the format of the particular plan.

This is not

to say that incentive plans are not an appropriate response
to the challenges of excellence in education.

On the con-

trary, an incentive plan that rewards proficient teachers
and at the same time motivates all teachers to become
more proficient may be the most appropriate response.
key is to create a format that will not only produce a

The
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higher quality of instruction on a large scale, but at
the same time, meet the professional needs of the teachers.
Investment in teachers offers a high potential return.
If handled properly, a small but significant monetary incentive combined with a supportive interest and assistance
in the teachers' professional development could produce
the desirable results targeted by the various task forces,
studies, and reports.

If financial investment could be

converted into a higher quality of instruction in the classroom, the needs of both the teacher and the students would
be met.

Offering incentives, monetary and otherwise,

would create a productive synergy that could carry far
beyond the classroom.

The scope of an incentive plan does

not have to be limited to simply rewarding individual
merit.

Beyond reward it should motivate all teachers to

improve the quality of their instruction.
Though teachers may differ on their interpretations
of what constitutes quality instruction, current research
offers some specific guidelines on effective teaching.
During the past decade, successful attempts have been
made to identify a correlation between certain teacher
behaviors and student achievement.

Universal elements of

every classroom such as time on task, climate·, and teacher
interaction have been shown to influence the productivity
of the student.

This is not to infer a direct cause and

effect· relationship, but rather to illustrate that
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teacher behaviors impact student achievement.

It is these

behaviors that can and should be used to appraise the
proficiency of a teacher.
Time on task has recently received a great deal of
attention.

Its components of allocated time, academic

engaged time, and academic learning time have been shown
to affect student achievement (8,3).

While allocated time

usually averages between five and six hours of daily instruction from school to school, the academic engaged time
varies from classroom to classroom.

Even small variations

in actual engaged time are related to resulting levels of
student achievement (2,187).

The amount of time engaged

in learning activities is a critical factor in the classroom.

Teachers who offer maximum engaged time offer their

students maximum potential achievement.

This should be

the standard of every classroom teacher.
Teachers who offer maximum engaged time to their
students demonstrate a kind of proficiency in time management.

They should be reinforced for their proficiency and

used as models for the less proficient.

Effective time

management is a skill that can be learned and should be
practiced by all teachers.

By using academic engaged time

as a criteria for teacher proficiency, we are not only
recognizing the importance of time on task, but also
setting a standard in our quest for excellence.
Another element that has been shown to affect student
achievement is classroom climate (10).

How a student

16
perceives the environment in which she/he is expected to
learn can make a difference in her/his learning potential.
On

an observation form designed to measure classroom cli-

mate, Tuckman divides climate into four dimensions.

They

are: (1) creativity, (2) dynamism, (3) organized demeanor,
and (4) warmth and acceptance.

These are further sub-

divided into specific descriptors of teacher behaviors
such as: organized, fair, patient, imaginative, and
conscientious (7,32).

It is the projection of these tea-

cher behaviors and attitudes that creates a positive or
negative learning climate in the classroom.
Creating a positive learning climate for maximum
student achievement is a responsibility of the teacher.
Ultimately, it is the teacher who must be held accountable
for not only the climate that exists, but also how that
climate is perceived by the students.

Some teachers are

very adept at creating a positive classroom climate in
which students thrive and realize their maximum learning
potential.

These teachers should be reinforced and used

as resources for new teachers and teachers whose climate
is not as positive as it could or should be.

Again, a

standard needs to be set in the name of excellence.
Another dynamic of the classroom related to climate
is the quality of teacher-student interaction.

Elements

such as teacher expectations (3), and management of
student conduct (1), have been positively correlated to
student achievement.

The proper use of these daily teacher

17
inputs can help improve the quality of student outputs in
the classroom.

Many teachers create a relationship with

the students that enables and encourages the students to
set high standards, feel safe to communicate, and expect
to be treated honestly and fairly.

For varying reasons,

these teachers are able to help students more fully realize
their maximum learning potentials.

This should be the

standard for every teacher in every classroom.
Teacher expectations and evaluations of students'
abilities - present and future - are directly linked to
student achievement (3).

Expectation levels, as communi-

cated by the teacher, are integrated by the student.
Variations in amount of instruction, time spent interacting
with students, quality of materials, etc., correlate into
variations in student achievement.

High expectations pro-

duce more and better instruction; low expectations result
in less instruction and attention (3).

The teacher projects

both individual and group expectation levels.

The more

proficient teachers utilize this now proven tool.

The less

proficient ones need to learn how.
Another integral part of every classroom setting is
teacher management of student conduct.

Knowing what the

rules are and that they will be regularly and fairly enforced helps the student function in the classroom.

Several

studies have found that setting up specific class rules
leads to reduction in disruptive behavior (6).

A subsequent

study found a correlation between fewer corrections for
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misbehavior and higher student achievement (1).

Like

time management, good classroom behavior management is a
skill that can be learned and is a trademark of the proficient teacher.

All students deserve a classroom free from

recurring, disruptive behaviors.

The classroom teacher

carries, the ultimate responsibility for providing it.
These are the kinds of criteria, time on task, classroom climate, and teacher-student interaction, that provide
a new focus for incentive plans for teachers.

They make it

possible to simultaneously meet the needs of teachers,
students, administrators, and society at large.

Research

gives them a credibility that has been lacking from criteria
of past plans.

They offer a new common ground upon which

we can work together to address the multiple and varying
needs of different classrooms in different schools.

Most

importantly, they offer new hope of establishing a new
standard of excellence in education that is universally
attainable.
The research that has been done is a mere "scratching
of the surface".

There is much yet to be done researching

effectiveness in the classroom.

But in order for it to

move forward, we must use what information we have to
provide feedback and direction for future research.

In-

corporating research based data into an incentive plan for
teachers not only meets our immediate need to work toward
excellence, but also takes a necessary step for further
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research.

This is not to imply that research alone can

solve the complex problems of our educational system.
Rather, we need to utilize every resource available, and
research in education could be an invaluable resource,
given the opportunity.
Teachers want to improve the quality of instruction.
They want to work with the students, the administration,
and community to raise the standards of excellence in
every classroom across the country.

An incentive plan

with research based credibility would give them the opportunity to do this.

Working cooperatively, we could sit

down and discuss what works and what doesn't work in the
classroom.

In a non-threatening, collegial atmosphere,

we could observe and evaluate ineffective behaviors and
techniques and propose alternatives that have been proven
to be more effective.

By establishing a new middle ground

upon which teachers, students, administrators, and the
community can truly work together, we can create the
excellence in education that is now within our grasp.

Chapter Three
Procedures of the Project
This project took shape as the result of concurrent
events in public education.

The public was renewing its

call for excellence in education, teacher salaries were
falling further behind those in the private sector, and
merit pay was being discussed as the most likely solution.
An incentive plan for all teachers needed to be

developed that not only provided monetary rewards but just
as importantly, had a positive effect on student achievement.

Teachers, students, parents, administrators, and

society at large had legitimate needs that couldn't be
simultaneously met by merit pay, but could be met by a
system of proficiency appraisal.

By shifting the focus

from evaluation to appraisal, incorporating the findings
of current research on effective teaching and effective
learning, and actively involving concerned and affected
parties, the author believed that a plan could be developed
to reward all teachers for their proficiency and motivate
them to increase it.
The first step was to research the current status of
incentive plans for teachers.

This led to an in-depth

study of merit pay plans since this was the most widely
used method of providing incentives for teachers.

Pur-

poses, goals, methods, and procedures were investigated.
20
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Reasons for success and failure of past plans became significant.

The failures of past plans needed to be over-

come and the successes built upon.
A design for all teachers, not just a meritorious few,
became the next objective.

With this broader purpose in

mind, the criteria and evaluation procedures became critical.

They had to be fair and credible.

The needs of all

concerned parties had to be met if the plan was to succeed.
These factors led to the inclusion of research based data
in the criteria component.
In developing the criteria and evaluation procedures,
the overall focus and intent evolved from merely providing
additional salary to providing incentives in the forms of
salary and professional development.

This change, along

with the shift in emphasis from evaluation to appraisal
made the purpose more credible and useful than traditional
merit pay.

Thus, the purpose and title became Proficiency

Appraisal.
The review of literature needed to represent a wide
variety of opinions.

If the plan was to be built on a

legitimate middle ground, it had to have broadbased appeal
and support.

The opinions of teachers, principals, super-

intendents, parents, teacher union officers, and university
faculty were sought out and used in conjunction with published sources of information.

Genuine interest and help-

ful hints from the various people helped avoid building in
components that could jeopardize the plan.
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Packaging the plan was broken down into three steps.
The first step was creating a formula that translated data
collected from teacher appraisals into a proficiency rating.
In doing so, a balance was kept in both the weights of the
different domains and also the various appraisers, i.e.,
students, colleagues, administrators, and the trained outside observer.

If credibility through ownership was to be

extracted then credibility through balance needed to be
inserted.
The second step was to describe the procedures of
implementation.

Conference schedules, data collecting

instruments and procedures, and individual responsibilities
had to not only be articulated but fully explained to all
members of the appraisal team.

Though the descriptions

used here are brief, it is expected that the trained outside observer will be fluent in the use of such data collecting instruments and able to fully explain to all members
of the appraisal team the purpose and use through discussion
and practice sessions, if necessary.
The final step was to record the formula for additional
salary, and recommended sources of professional development
in each of the four domains.

It is this combination of

payoffs that makes the plan mutually beneficial and hopefully 1 appealing to all teachers to increase their proficiency in the classroom, and the resulting levels of
student achievement.

Chapter Four
Overview of the
Proficiency Appraisal Plan
This proficiency appraisal plan is designed for use in
any classroom at any grade level.

Though adaptations may

need to be made in certain situations such as P.E. classes
or asking elementary students to fill out a questionnaire,
it is believed that these situations can be worked through
by the appraisal team.
Effective implementation of the plan requires the
coordination of schedules by a trained outside observer,
qualified and competent to facilitate and oversee the entire process.

This includes fully explaining the purpose

and procedures to the appraisal team.

In addition, the

trained outside observer will be responsible for collecting
and recording the data from student questionnaires.
The plan itself is based on a proficiency rating.

Data

is recorded by students, colleagues, administrators, and a
trained outside observer in the domains of climate, time on
task, management of student conduct, and teacher expectations.

The collected data is converted into proficiency

points and entered in the appropriate box of the proficiency
grid.

Points from the various appraisers in the four do,-

mains are totaled.

This number represents the percentage

of salary incentive earned by the teacher. (See Point Grid)
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It is suggested that $1000. be used as the salary
incentive.

This represents a large enough monetary reward

and is also easy to calculate on a percentage basis if the
rating is less than 100.

For example, 87 points would

earn $870., 64 points would earn $640., etc ..

If the

monetary incentive is too small, it loses its effect as
an incentive.

Professional development is prescribed by

a score of less than 25 in any of the four domains.
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I. Conference Schedule
A. Pre-Conference
1. The full appraisal team must attend.
2. It must be held prior to the first observation.
3. It will be facilitated by the trained outside
observer who will explain procedures, use of the
observation instruments, and answer questions pertaining to implementation of the plan.
4. The observation schedule will be determined along
with the date of the interim conference.
5. Everyone should leave with an understanding of the
plan and a shared sense of commitment.
B. Interim Conference
1. The full appraisal team must attend.
2. It must be held between the first and second observations of the colleague and the administrator.
3. It will be facilitated by the trained outside
observer. Time should be allowed for discussions
on procedures and/or purpose.
C. Post Conference
1. The full appraisal team should attend, but colleague and administrator attendance is not required.
2. The collected data, as compiled and collated by the
trained outside observer is fully explained to the
teacher.
3. A proficiency rating is determined, based on the
collected data.
4. Rewards of additional salary and suggested professional development are prescribed.

27

II. Observation Schedule
The overall time frame is flexible, though it is recommended that the observations extend over a period of months,
preferably four.

Ideally, the observations should be evenly

spaced to ensure fairness and accuracy.
In addition to the four scheduled observations, the
trained outside observer should make two to four unannounced
observations to further validate his/her findings.
Sample Schedule
MONTH
1

2

3

4

OBSERVER
TOO (Trained outside
observer)

DOMAIN
Interactions Analysis/
Expectations

Colleague

Time On Task

Students

1. Expectations
2. Climate
3. Management of Student
Conduct

TOO

Time On Task

Administrator

Mgmnt. of Student Conduct

TOO

Expectations

Colleague

Mgmnt. of Student Conduct

TOO

Mgmnt. of Student Conduct

Administrator

Time On Task

Students

1. Expectations
2. Climate
3. Mgmnt. of Student Conduct

28
III. Use of Forms
A. Tuckman Climate Form (7,32)
This form is to be completed by every member of
the appraisal team inm1ediately after each observation.
In addition, the students will be asked to complete
this form at the beginning and end of the observation
schedule.

The individual scores of each appraiser

will be averaged to determine the points to be entered
in the climate domain on the proficiency grid.
(See rating schedule and data collecting form)
Rating Schedule
TOTAL POINTS ON
TUCKMAN FORM

COLLEAGUE, STUDENT
AND ADMINISTRATOR
GRID POINTS

TRAINED OUTSIDE
OBSERVER
GRID POINTS

36 to 43

5

10

28 to 35

4

8

20 to 27

3

6

12 to 19

2

4

1 to 11

1

2
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ObscrYcr

Person ObscrvcJ
Time:

Date :

Tuckman Teacher Feedback Form
1.

ORIGINAL

2.

PATIENT

,.),

"

COLD

4.

HOSTILE

5.

CREATIVE

G.

INHII3ITED

7.

ICONOCLASTIC

8.

GENTLE

9.

UNFAIR

10.

CAPRICIOUS

11.
12.
13.

-· - · -· - ·
_: -· - · - · -·
-· - · -· -· -·
- · - · - · -· -·
- · - · -· -· -·
- · -· -· -· -·
- · -· -· - · - ·
- · - · - · -· - ·
- · -· - · - · - ·
- · - · -·· -· - ·
-·

-

15.

RESERVED

16.

l\lA.GINATIVE

- ·

17.

ERR<\.TIC

_:

18.

AGGRESSIVE

19. ACCEPTING (People)

22.
<J•,

~0.

-·

- · IMPATIENT

-·

-·

CONVE:\'TIONAL

\VAR!\[

- · - ·

AMIABLE

-·

-

ROUTINIZED

-·

-

·

UNINHII3ITED

-· -·
-· -·

RITUALISTIC
HARSH

-·

-·

FAIR

- ·

- ·

PURPOSEFUL

·

RESOURCEFUL

21.

-·

- · -· -· - · - · - · EXPERL\!ENTING
DISORGANIZED -· -· -· -· - · - · - · ORGANIZED
UNFRIENDLY _: -· -· - · - · -· - · SOCIABLE
CAUTIOUS

1-1.

20.

-·

QUIET

- · - · - · - · -· -· - ·
- · -· - · - · -· - · - ·

UNCERT.-\IN
OUTSPOKE:'sJ'

- · - · - · - · -· - · EXACTING
-· -· -· - · - · - · SYSTEivIA TIC

- · -· - · - ·
-· - · -· - ·
_: - · -· - ·

-

·

- · -·

PASSIVE

-·

- · - · CRITICAL

-·

-·

-

·

BUBBLY

- · - · - · - · - · -· - · \VITHDR-\ \VN
DI CONTROL _: - · -· -· - · - · - · ON THE RCN
FLIGHTY _: - · - · - · - · - · - · CO:\'SCIE:\'TIOUS
OUTGOING

24.

D0:\1INANT

25.

OBSERVA:'ff

2G.

INTROVERTED

9"'
-t.

ASSERTIVE

:?.S.

TI1'1ID

_:

-· -· -· -· -· --·
-· -· -· -· -· -· - ·
_: - · - · - · - · - · - ·
- · - · - · -· - · _._ , -·
-· -· -· -· - · - · - ·
Figure 4-2

Tucl~rnan Teacher Feedback Fonn-I3lank

SUB:\IISSI\'E
PREOCCUPIED
EXTHOVERTED
SOFT-SPOKEN
ADVE~TUROUS
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Phase I: Using the Tuckman Fonn

· Step 1. Read over the 28 pairs of adjectives so that you are familiar with all of
them. ( See Figure 4-2)
Step 2. Schedule an observation period with the teacher. Plan for a period of
about 40-45 minutes. Use a shorter period only if it constitutes an entire
lesson.
Step 3. Observe the classroom, keeping in mind the 28 pairs of adjectives as best
you can.
Step 4. Mark the teacher on the 28 items by placing an X on one of the seven
dashes between each pair of adjectives. For example, take the first pair
Original - :

-:

-:

-:

-:

-:

-:

Conventional

If you feel that the adjective original very accurately describes the teacher, place
an X on the dash right next to original, as shown below.
Original X:

-:

-:

-:

-:

-:

-:

Conventional

If you feel that the adjective conventional very accurately describes the teacher,
place an X on the dash right next to conventional, as shown below.
Original - : - : - : - : - : - : X: · Conventional

If you feel that the adjective original is somewhat descriptive, place an X on the
second space from the left; if slightly descriptive, place an X on the third space from
the left. If you feel that the adjective conventional is soinewhat descriptive, place an
X on the second space from the right; if slightly descriptive, place an X on the third
space from the right.
If you feel that either adjective is equally appropriate ( or non-appropriate), place
an X on the middle dash.
'
Mark each pair of the 28 adjectives with one X only.:Scorc every pair.
Phase II: Scoring the Tuclanan Form

Step 1. Above the first set of dashes write the numbers 7-6-5-4-3-2-1. This will
give a number value to each of the seven spaces between the 28 pairs of
adjectives.
Step 2. Determine the number value for each pair. Write the value into the formula given on the Summary Shcet,-which follows in Figure-4-3..For example, if you placed an "X" on the second dash next to Original in
Pair 1, then write the number 6 on the dash under Pair 1 in the summ.uy
formula.

'

Step 3. Plug the value for each of the 28 pairs into the summary formula.
Step 4. Compute the score for each of the 4 <limcnsions which constitute the
Tuckman Teacher Feedback Form by using the summary formula. You
now have 4 numbers which give you a highly usable way of describing
classroom climate.
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Person Observed------ - - - - -- - Date - - -- -

Observer - - - - - - - -

Time - - -- - - - - -

Tuckman Teacher Feedback Fonn-Sununary Sheet

A. Item Scoring Procedure Summary
1. Place an "X.. on one of the seven dashes between each pair of adjectives.

2. Above the first set of dashes on the sheet of 28 items write the numbers 7-6-5-4-3-2-1.
This will give a number value to each of the seven spaces between the 28 pairs of
adjectives.
3. Detennine the number value for the first pair, Original-Conventional. Write it into
the formula given below on the appropriate line under Item 1.
For example, if you place an "x" on · the second dash next to "Original" in Item 1,
then write the number "6" on the dash under Item 1 in the Summary Formula b~low.

4. Do the same for each of the 28 items. Plug each value into the (ormula.
5. Compute the score for each of the four dimensions in the Summary Formula below.

B. Summary Formula & Score for the Four Dimensions of Classroom Climate
I. Creativity

+ 5 + 7 + 16) - ( 6 + 11 + 28) +
(_ + _ + _ + _) - (_ + _ + _) +

Item ( 1

18
18

=

II. Dynamism ( Dominance & Energy)

+ 21 + 24 + 27) - ( 15 + 20 + 26) + 18
(_ + - + - + _) - (_ + - +_) -+-rs= -

Item' ( 18

III. Organized Demeanor ( Organization & Control)

+ 22 + 25) - ( 10 + 12 + 17 + 23) + 26
(_ + _ + _) - (_ + _ + _ + _) + 26 = _ .

)tern ( 14

IV. Warmth & Acceptance

+ 8 + 19) - ( 3 + 4 + 9 + 13) +
(~ + _ + _) - (_ + _ + _ + __ ) +

Item ( 2

26
26

Figure 4-3
Tuckman Teacher Feedback Form-Summary Sheet

=
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Person Observed
Date:

_

:..__ __

s/;2. I
;

Time:

;

_

P CJJ4iq

Observer

8':Lf-5-q::27

Tuckman Teacher Feedback Fonn-Sumrnary Sheet
A. Item Scoring Procedure Summary

l. Place an "X" on one of the seven dashes between each pair of adjectives.
2. Above the £rst set of dashes on the sheet of 28 items write the numbers 7-6-5-4-3-2-1.
This will give a number value to each of the seven spaces between the 28 pairs of

adjectives.

3. Determine the number value for the first pair, Original-Conventional. Wrik it into
the formula given below on the appropriate line under Item 1.
For example, if you place an "x" on the second dash next to "Original" in Item 1,
then write the number "6" on the dash under Item 1 in the Summary Formula below.
4. Do the same for each of the 28 items. Plug each value into the formula.

5. Compute the scar~ for each of the four dimensions in the Summary Formula below.

B. Summary Formula & Score for the Four Dimensions of Classroom Climate

I. Creativity
Item ( 1

( Jr

+
+

5
LI-

+ 7 + 16)
+ E:: + !:J=..)

-

( 6

-

LL

-

( 15

+ 11 +
+

1.1,

+

28)
.:2..)

+ 18
+

18

=

:i...0

II. Dynamism ( Dominance & Energy)

Item ( 18

( if

+
+

21

..:Z...

+ 24 + 27)
+ 1. + 1)

.....,. ( 2

+ 20 + 26) + 18
+ _, + -' ) + 18

= ..£1...

III. Organized Demeanor ( Organization & Control)
Item ( 14
( 4-

+ 22 +
+ .2... +

25) -

( 10

.2) -

(£

+ 12 +
+ !t.. +

19) i?_) -

( 3
( _I

+
+

17

4-

+

23) + 26
+ .2.) + 26

=

:2.. 2

IV. Warmth & Acceptance

2+
(z_ +

Item (

8
_k_

+
+

4

.1.

+

+

9
Z

+

13)

+

+ _/ ) +

26
26

=~

Figure 4-5
Tuckrnan Teacher Feedback Form-Summary Sheet-Completed
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B. Time On Task Form
This form is to be completed by the appraisal team
member during the time on task observation.

The recorded

data will be converted into proficiency points by the
trained outside observer according to the rating schedule
and entered in the time on task domain section of the
proficiency grid.
(See rating schedule and data collecting form)

STUDENT
ENGAGEMENT RATE
(% of students)

·k

ADMINISTRATOR
AND COLLEAGUE
GRID POINTS

TRAINED OUTSIDE
OBSERVER
GRID POINTS

90 to 100

5

15

80 to 89

4

12

70 to 79

3

9

60 to 69

2

6

50 to 59

1

3

Less than 50

0

0

~'C'The number of students actually engaged / The total number
of students
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Directions for Time On Task Form
The engagement rate form allows the observer to record
the number of students actually involved in off-task
activity at the time of the observation.

On the engage-

ment rate form categories include management/transition,
socializing, discipline, unoccupied/observing, and out of
room.

The form allows a separate column for each obser-

vation round, which are usually carried out a few minutes
apart.

To begin the observation, the observer scans the

room to see how many students are involved in any of the
off-task behaviors listed.

If, for example, two students

are talking to each other instead of doing classwork, the
observer enters the number 2 on the line labeled "socializing".

For each observation round, the process is repeated.

At the end of the observation period, the observer totals
the number of students observed to have been engaged in
off-task behaviors and subtracts that number from the total
number of students observed to determine the number of
students engaged in learning activities.

The engagement

rate is then determined by dividing the number of students
actually engaged by the total number of students observed.
If, for example, the observer is assigned to observe 30
students and only 20 are found to be on task during the
observation period, the engagement rate is 20 divided by 30
or 66io,
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ENGAGEMENT RATE FORM

Observation
TIME
Actual Time
Observed
ASSIGNED

1

2

3

4

5

6

TOTAL

ENGAGEMENT
RATE
ENGAGED
ASSIGNED

MANAGEMENT/
TRANSITION
SOCIALIZING
DISCIPLINE
UNOCCUPIED/
OBSERVING
OUT OF ROOM
TOTAL
UNENGAGED
ENGAGED

SOURCE: Research for Better Schools, Inc.
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C. Management of Student Conduct
Data will be recorded on this form by the appraisal team
member during the management of student conduct observation.
The recorded data will be converted using the rating schedule and entered in the management of student conduct domain
on the proficiency grid.

In

addition, the students will be

asked to complete a related questionnaire at the beginning
and end of the observation schedule.

Their responses will

be averaged and used to determine the overall student rating
which will be converted into points and entered on the grid.
(See rating schedule, data collecting form, & questionnaire)
RATIO OF
FEIL FI I,'<

ADMINISTRATOR AND
COLLEAGUE GRID POINTS

TRAINED OBSERVER
GRID POINTS

5/1 (or more)

5

10

4/1

4

8

3/1

3

6

2/1

2

4

1/1

1

2

SCORE ON
STUDENT .QUESTIONNAIRE

STUDENT
GRID POINTS

13 - 15

5

10 - 12

4

7 - 9

3

4 - 6

2

1 - 3

1

'FREQUENCY OF EFFECTIVE INDICATORS / FREQUENCY OF
INEFFECTIVE INDICATORS

7

37

MANAGEMENT ·oF STUDENT CONDUCT

This instrument is designed to record indicators of effective and ineffective teacher
behavior in the domain of Management of Student Conduct. · The instrument is divided
into five categories: Rule Explication and Monitoring; IVithitness: Desist, Quality,
Overlapping; Group Alert; Movffilent Srroothness/Slowdo'v'ln; and Praise.
Directions:

1.

Place a mark in the appropriate box v,hen a. relev:lI!t behavior is observed. (Effective iterrs are on the left of the instrument and
ineffective items are on the right ..)

2.

Mark an itEm each time it is observed. One behavior may relate to
rrore than one itan. When this occurs, m.1..rk each item that applies.
For example, a teacher may reprimand a student for an infraction of
a known rule (2.1) by giving a firm order to stop the deviancy (2.2).

3.

Sum frequencies by indicators and record subtotals. Sum subtotals
for each category and record an effective and ineffective total for
the categories· in the appropriate spaces provided below.

DATA SUMMARY
Effective

Category
2.1

Rule Explication and.Monitoring

2.2-2.4

Withitness: Desist, Quality, Overlapping

2.5

Group Alert

2.6-2.7

~~vEmen t Srroothness / Slowdown

2.8

Praise

Ineffective

TOTAL

Effective/ Ineffective

SOURCE: Performance Heasurement System of Florida

Management of Student Conduct Data Collecting Form

Category

-,

~§
H~

~~~g
~· ~~a
~~

~

~

ti)

e:,

s

~~i
ji~
HH

~g

Effective Indicators
Specifies a rule
Clarifies a rule
Practices rule
Reprimands rule
infraction
Stops deviant behavior
Corrects worse
deviancy
Desists student
causing disruption
Suggests alternative
behavior
Attends task and deviancy sirrultaneously

SI: G

-

Attends to two
instructional tasks
simultaneously

(

~~1

C';J

c.:,

Poses question-selects
reciter
Alerts class/calls on
reciter
. . ..
Alerts non-perfonners
Ignores irrelevancies/
continues on task

;f'~
~~ii~ .
.. CQ

Gives short, clear
•non-academic ·
directions
M:)ves whole/subgroup

.-

~

cc, H
CJ)
N~

P..

~

Praises specific
conduct
Praises non-deviant,
on task behavior
Gives low-key, quiet
praise
Uses conditional
prai se
Uses authentic, varied,
wann praise
Controls class react ion t o misconduct

Frequency

Frequency
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Ineffective Indicators
roes not specify when
rule needed
roes not clarify
rule
roes not correct rule
infraction
Does not stop
deviancy/deviancy
spreads
Corrects lesser
Desists onlooker or
wrong student
Uses rough, angry,
· pLU1itive desists
Uses approva~-f ocused
desist
Ignores deviancy, continues task/ignores
task/engrosses in
deviancy
Ignores other students·
needing help/drops
task, engrosses in
intrusion
Selects reciter-poses
question
Alerts group - LU1ison
response
Ignores non-perfonners
Reacts to or interjects irrelevancies/
flip- flops/dangles
Overdwells or fragments non-academic
directions
Fragments group
movement
Uses general conduct
praise
Uses loud praise

Allows class to reinforce misconduct
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MANAGEMENT OF STUDENT CONDUCT - STUDENT QUESTIONNAIRE
DIRECTIONS: Circle the appropriate answer

1. Does the teacher clearly explain the classroom
rules?

YES

NO

2. Have you practiced the rules in class?

YES

NO

3. Does the teacher correct students who break the
rules?

YES

NO

4. Does the teacher stop student misconduct?

YES

NO

5. Does the teacher stop the instigator of a
disruption?

YES

NO

6. Does the teacher suggest alternative behaviors? YES
7. Does the teacher stop deviant behavior
immediately?
YES

NO

NO

8. Does the teacher ask the question to the whole class
before calling on a student for a response?

YES

NO

9. Does the teacher keep everyone in class actively
involved?

YES

NO

10. Does the teacher stay on the subject being
studied?

11. Does the teacher give clear directions?

YES

NO

YES

NO

12. Does the whole class contribute to each student's
learning?
YES
NO
13. Does the teacher praise individual students?

YES

NO

14. Does the praise seem authentic and sincere?

YES

NO

15. Does the teacher control class reaction to
misconduct?
YES

TOTAL NUMBER OF YES ANSWERS :

NO
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D. Expectations and Interaction Analysis Forms
These forms will be used by the trained outside observer
during no less than two observation periods.

The recorded

data will be averaged and converted into proficiency points
using the rating schedule, and recorded on the proficiency
grid.

In addition, the students will be asked to complete

a related questionnaire at the beginning and end of the
observation schedule.

Their responses will be averaged and

used to determine the student rating which will be converted
into points and entered on the proficiency grid.
(See rating schedule, data collecting form, & questionnaire)

SCORE ON DATA
SUMMARY SHEET

TRAINED OBSERVER
GRID POINTS

20

20

19

19

18

18

etc.

etc.

1

SCORE ON STUDENT
QUESTIONNAIRE

1

STUDENT
GRID POINTS

17 to 20

5

13 to 16

4

9 to 12

3

5 to 8

2

1 to 4

1
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Directions for Interactional Analysis Forms
The trained outside observer will record and enter data
on two aspects of each identified teacher behavior.

Using

a seating chart and coding the interactions, the observer
will determine (1) whether or not the behavior occurs, and
(2) whether or not the behavior is indiscriminately distributed among all students in class. (See data collecting
form and data summary sheet)
Column A on the data sunnnary sheet will reflect the
occurence of each behavior.

If the behavior is observed ,

enter YES at the end of the statement in column A.

If it

is not, enter NO.
Column Bon the data summary sheet will reflect the
distribution of the behaviors among the students in class.
If the behavior is indiscriminately distributed among all
students, as recorded on the data collecting form, enter
YES at the end of the statement in column B.

If it is not,

enter NO.
One point will be awarded for each YES entered in
column A and column B.

The total points for the expec-

tations domain will be determined by adding the totals
from A and B (possible 20).

This number will be entered

on the proficiency grid in the domain of teacher expectations as communicated by teacher behaviors.
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Interaction Analysis Data Collecting Form

DDDDDD
DDDDDD
DDDD .D D
DDDDDD
DDDDDD
DIRECTIONS: 1. Assign each student a location on the seating chart.
2. Each time the teacher interacts with an individual student, record
the appropriate code in the student's box.

CODES:

+=Praise a response

U = Smile

0 = Response opportunity

f = Affirmative head nod

= Wait time
RE= Reinstruction in
failure situation

CC= Constructive criticism
TA= Teacher assistance and
willingness to help

SOURCE: Stallings Teaching and Learning Institute (adapted)
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Interaction Analysis Data Sununary Sheet

YES/NO

A.
OCCUR

TEACHER BEHAVIOR

B.
EVENLY
DISTRIBUTED

Praise For Correct Answer
Response Opportunity
Eye Contact
Affirmative Head Nods
Smiles
General Encouragement and Support
Wait Time
Teacher Assistance and Willingness to Help
Reinstruction of Students in Failure Situations
Evaluative Feedback and Constructive Criticism

Total YES entrees

A.

Total points entered on the proficiency point grid (A+B)

B.
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TEACHER BEHAVIORS

STUDENT QUESTIONNAIRE

DIRECTIONS: Circle the appropriate answer
1. Does the teacher praise you when you give a correct answer? YES

NO

2. Does the teacher praise others when they give a correct
answer?

YES

NO

3. Do you have an equal opportunity to respond during class?

YES

NO

4. Does everyone have an equal opportunity to respond during
class?

YES

NO

5. Does the teacher have eye contact with you during class?

YES

NO

6. Does the teacher have eye contact with everyone during class? YES

7. Does the teacher nod his/her head to encourage you?

YES

8. Does the teacher nod his/her head to encourage others?
9. Does the teacher smile at you in class?

YES

10. Does the teacher smile at others during class?

NO

NO

YES

NO

NO
YES

NO

11. Does the teacher encourage and support you in class?

YES

NO

12. Does the teacher encourage and support everyone in class?

YES

NO

13. Does the teacher give you a few seconds to respond to a
question?

YES

NO

14. Does the teacher give others a few seconds to respond?

YES

YES

15. Does the teacher offer you help when you need it?

16. Does the teacher offer everyone help when they need it?
17. Does the teacher help you when you don't understand?

YES

19. Does the teacher give you any constructive criticism and
YES

NO

20. Does the teacher give others constructive criticism and
feedback on how they are doing in class?

TOTAL NUMBER OF YES ANSWERS:

YES

NO

NO
YES

18. Does the teacher help others when they don't understand?

feedback on how you are doing in class?

NO

NO
NO

YES

NO

Chapter Five
Summary, Conclusions, and Recommendations
Surmnary
Proficiency appraisal is proposed as a preferable and
viable alternative to merit rating in providing incentives
for teachers.

Instead of rewarding a meritorious few,

teachers at all levels of professional development should
be offered rewards and motivation for proficiency in the
classroom.

Current research provides a unique opportunity

to do this.
All professional educators should be interested in and
given the opportunity to benefit from the findings of current research in effective teaching and effective learning.
Those who demonstrate proficiency should be rewarded and
those who lack it should be given supportive assistance.
The ultimate goal being an overall increase in teacher proficiency and resulting levels of student achievement.
This plan was designed to create a cutting edge on the
issue of providing incentives for teachers.

Traditionally

low paid, teachers are being asked to lead the movement
toward excellence in education.

They are capable and wil-

ling, but need the support of the public they are trying
to serve.

This plan provides such support.

The trained outside observer plays a critical role in
successful implementation of this plan.
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Besides the obvious
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qualifications of training and knowledge, he/she must also
possess the necessary skills to facilitate the plan and
maximize the potential benefits.

As leader of the appraisal

team, it is his/her responsibility to make necessary modifications, establish an atmosphere of collegiality, and be
sensitive to the professional and personal needs of the
appraisal team members.
Given the opportunity to participate in proficiency
appraisal with incentives of additional salary and prescribed professional development every teacher, administrator, and student stands to benefit.

In a non-threatening

atmosphere teachers can be given an appraisal of their
proficiency in the domains of climate, time on task, management of student conduct, and projecting expectations.

Re-

search has correlated teacher behaviors in these domains
to student achievement.

To not take action on these find-

ings is to project an attitude of apathy toward our wants
and needs for excellence in education.
It is not the intent of this project to propose that
proficiency appraisal or providing incentives for teachers
are not complicated issues.
plex procedures.

On the contrary, both are com-

But, they both possess great potential

for public education.

Effectively combining the two can

simultaneously meet the professional needs of the teachers
and the public need for excellence.
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Conclusions
This plan provides incremental incentives for teachers
at all levels of professional development.

Whether the

teacher is one of the best, one of the worst, or in-between,
this plan addresses the common needs of being rewarded for
proficiency and assisted in becoming a better teacher.
Monetary rewards will help us retain our better teachers,
and professional development will help us assist those who
are being accused of incompetance.

Any teacher who is

truly concerned about the quality of instruction in the
classroom can benefit from proficiency appraisal.
Another unique attribute of this plan is that it
establishes a legitimate middle ground upon which teachers
and administrators can work together in a truly colleagial
relationship.

By displacing the stigmas of subjective

evaluation with this kind of person-centered approach to
clinical supervision, administrators and staff can more
easily avoid the trappings of questionable evaluation
procedures and controversial criteria.

Using research

based criteria they can address their mutual needs of
teacher proficiency and student achievement.
American public education is at a crossroad.

It is

confronted by a new generation of problems and must come
up with a new generation of responses if it is to survive.
Much of the infrastructure is in the state· of decay and
must be rebuilt to address the current needs and those upcoming in the 21st century.

Change within the institution
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is inevitable.

The question becomes whether the educational

establishment will take a reactive or a proactive role.
It is the opinion of the author that teachers play
a critical part in determining the pace and quality of this

much needed renaissance in education.

Though they shouldn't

be expected to do it alone, they need to be given the
trust and assistance to lead it.

The point of greatest

impact in our school system is the classroom.

This is

where our energies and resources need to be invested.

Recommendations
If teachers are going to be held accountable for
student achievement, they must be given encouragement
and support from the public.

One visible and viable

method of providing encouragement and support is to pay
them as the professionals they are expected to be.
Without reviewing the long history of low pay for public
educators, suffice to say that low teacher salaries are
having a devastating effect on attracting and retaining
the high quality of educator Americans have come to expect.
Unless a better system is developed to increase teacher
salary, the overall quality of American education will
decline along with the quality of the American educator.
Plans like proficiency appraisal need to be tested
in the field.

The benefits are obvious and the potential

is promising.

This type of plan can bridge the gap
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between what we have and what we want.

Besides the domains

used in this present design, others could easily be inserted
once valid correlations are established and reliable
instruments developed.

The domains of instructional plan-

ning, instructional organization and development, presentation of subject matter, verbal and nonverbal communication, and evaluation of achievement are presently being
used in teacher evaluation (13).

The existing plan could

and should be revised as new information becomes known.
Why not a system of evaluation based on current knowledge
rather than biased values?
More than anything else, public education needs a
fresh approach to excellence that is both credible and perceived as being credible.

The worst thing the educational

community could do is nothing at all.

If teachers, adminis-

trators, and their respective professional associations do
not take a proactive role in our quest for excellence,
they will be inviting the legislatures, at the state and
federal levels, to mandate changes.
deserves a change for the better.
is a viable alternative.

The public wants and
Proficiency appraisal
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